Abstract: Drawing on job demand-resources (JDR) theory, this study proposes that role overload and perceived organizational support have interaction effects on turnover intention. Further, we investigate the dynamics between role overload and turnover intention by considering differences in individuals' reactions to inequity. We conducted several hierarchical regression analyses to test our hypotheses using data from 207 team members at 12 manufacturing companies in South Korea. The results reveal a positive relationship between role overload and turnover intention and a significant joint moderation effect of perceived organizational support and equity sensitivity. This study expands on JDR theory by simultaneously considering the buffer and strain hypotheses in the role overload-turnover relationship and its link to equity sensitivity.
Introduction
Previous studies on turnover intention have been undertaken based on the job demand-resources (JDR) model that job demands and job resources influence job strain outcomes [1, 2] . Despite the many studies on job stress and turnover intention, little attention has been paid to the dynamics among job demand, resources, and turnover intention in the context of individual inclinations. The intention to exit varies among people experiencing similar stress situations [3] . This study applies the JDR model to social exchange while considering individual differences. One of the most important things about social exchange is equity [4] . Justice perception has a significant impact on turnover intention [5] . In this study, equity sensitivity is used as an individual inclination that changes employees' perception such as turnover intention. Equity sensitivity refers to individual responses to over-or under-reward situations [6, 7] . Several studies have reported a negative relationship between role overload and justice perception based on the equity theory [8] [9] [10] . Employees with high equity sensitivity are highly responsive to changes in job demands and resources in their organization and seek to resolve any unfairness caused by role overload. They will try to acquire additional resources or reduce the demands to resolve injustices caused by role overload. This study predicts that employees who actively seek to resolve unfairness will have lower turnover intention than employees who tolerate the stress arising from unfairness caused by role overload.
Testing the interaction effect of role overload, perceived organizational support, and equity sensitivity on turnover intention allows for a more comprehensive examination than has yet been attempted in the turnover literature. This study advances the research on role stressors and turnover intention by jointly considering individual circumstances and personal traits to predict core employees' intention to leave their job.
Hypothesis 1.
Role overload is positively related to turnover intention.
Moderating Effect of Perceived Organizational Support (POS)
Employers expect employees to dedicate themselves to the organization. They require employees to use their resources to pursue organizational goals. By contrast, employees pay close attention to what the organization thinks of them. The relationship between employers and employees is based on the norm of reciprocity and social exchange. Thus, management style and organizational culture are important. An employee of an organization that provides employees with abundant support for job resources, opportunities, and individualized consideration will be willing to stay [20] . On the contrary, employees will not want to stay in an organizational culture that discriminates, does not provide sufficient support, and treats members as fittings. This organization does not attach importance to human capital, which is a source of long-term performance because it is obsessed with short-term performance. This organization is not sustainable. Therefore, an employee's perception of the organization is very important.
In organizational support theory [21] , perceived organizational support (POS) refers to the assurance that aid will be available from the organization when employees require it to carry out their job effectively and to deal with stressful situations [22] . Those who perceive organizational support undergo three psychological processes based on reciprocity. First, they will experience an obligation to achieve the organization's goals. Second, they will possess a social identity and a sense of belonging. Third, they will have a strong belief that the organization will reward their effort. Robblee [23] reported that POS weakened organizational strain, and Yoon, Han, and Seo [24] and Yoon and Lim [25] examined the negative correlation between POS and role stressors such as role conflict and role overload. All of these studies regard POS as a resource for dealing with external stress.
According to the JDR model and the buffer hypothesis [26] , psychosocial resources weaken the relationship between stress and negative consequences such as burnout and depression. We expect employees in a supportive environment to be rich in resources. Specifically, they will believe that the organization will provide them with adequate support. They will treat hardships as a temporary obstacle or a difficulty that they will overcome, and they will maintain their loyalty due to the support provided to them by the organization [27] . Foley, Hang-Yue, and Lui [28] found a moderation effect of POS on the positive relationship between role overload and work-family conflict, while Bliese and Castro [29] examined the three-way multilevel interaction effect on job strain between role clarity, role overload, and perceived supervisor support. Based on the above described literature, we propose the following: Hypothesis 2. Perceived organizational support will moderate the relationship between role overload and turnover intention, whereby low perceived organizational support will enhance the effect of role overload on turnover intention.
Joint Moderation Effect of POS and Equity Sensitivity
Role overload reflects an imbalance in a social exchange; POS mitigates the adverse effects of this imbalance [1, 2] . However, the buffering effect of resources on the negative impact of job demands as posited by the JDR model has not been consistently demonstrated. A review study on job demands and support found that only 15 of 31 papers on this relationship reported results that fit the theory [30] . This relationship has not been statistically proven despite the theoretical consistency because individual characteristics have a strong influence on it [31] . As mentioned, equity sensitivity refers to individual responses to over-or under-reward situations. Huseman and colleagues [6] proposed that there are three types of individuals based on their degree of equity sensitivity: (1) benevolent, (2) equity sensitive, and (3) entitled. At one end of the spectrum, benevolent individuals value relationships [32] . They are altruistic enough to tolerate an inequity. They do not voice their opinion and do not exit their job. In other words, they are loyal and committed to the organization. Second, in the middle of the spectrum, equity-sensitive individuals value a fair equity ratio. They will complain about unfairness even if the rewards are great. Third, at the other end of the spectrum, entitled employees focus on their own outcomes. They tend to maximize their rewards and resolve their stress situations. Kickul and Lester [33] and King, Miles, and Day [34] examined the moderation effect of equity sensitivity on the relationship between psychological contract breaches, turnover intention, and organizational citizenship behavior. Shore, Sy, and Strauss [35] reported that leader responsiveness had a positive effect on job satisfaction, organizational commitment, organizational citizenship behavior, and job performance and a negative impact on turnover intention for employees with high equity sensitivity.
The effect of equity sensitivity will be strong when POS is low. High POS employees do not need to exit because they resolve the resource imbalance that comes from role overload through the support of the organization. When POS is low, however, they must choose whether to exit. Employees with high equity sensitivity want to resolve the problem by raising issues through formal procedures. However, employees who are insensitive to social exchange are less inclined to participate in complain procedures and thus cannot mitigate the adverse effects of role overload. They will have the greatest degree of turnover intention because they cannot use POS. We thus propose the following: Hypothesis 3. The relationship between role overload and turnover intention is jointly moderated by POS and equity sensitivity. The relationship will be strongest under low POS and low equity sensitivity. role overload, and perceived supervisor support. Based on the above described literature, we propose the following:
Perceived organizational support will moderate the relationship between role overload and turnover intention, whereby low perceived organizational support will enhance the effect of role overload on turnover intention.
The effect of equity sensitivity will be strong when POS is low. High POS employees do not need to exit because they resolve the resource imbalance that comes from role overload through the support of the organization. When POS is low, however, they must choose whether to exit. Employees with high equity sensitivity want to resolve the problem by raising issues through formal procedures. However, employees who are insensitive to social exchange are less inclined to participate in complain procedures and thus cannot mitigate the adverse effects of role overload. They will have the greatest degree of turnover intention because they cannot use POS. We thus propose the following: 
Methods

Research Setting and Participants
The participants in this study were 235 team members from 12 manufacturing companies located in South Korea. Data were obtained from 221 team members (a 94.04% response rate). After 14 incomplete answers were excluded, 207 participants were analyzed. Employees from diverse functional areas of company participated in the survey. Participants were told that the university was conducting a study on working conditions and work behavior. Of the participants, 176 (85.0%) were male and 31 (15.0%) were female; 51 (24.6%) had a college degree, 18 (8.7%) had a Master's degree, and 18 (8.7%) had a Doctoral degree; 27 (13%) were aged under 30, 74 (35.7%) were aged between 30 and 34, 63 (30.4%) were aged between 35 and 39, 32 (15.5%) were aged between 40 and 44, and 11 (5.3%) were aged between 45 and 50. Participation in the study was voluntary and anonymity was assured.
Measures
For responses to all survey items, 7-point Likert scale estimates were used, ranging from 1 (strongly disagree) to 7 (strongly agree).
Role overload. We measured role overload with six items adapted from Ivancevich and Matteson [36] . Example items included "My job gets to me more than it should." and "I have too much work and too little time to do it in." Equity sensitivity. Seven items were adapted from the entitlement dimension of the Equity Preference Questionnaire [37] . Example items included "I am most satisfied at work when I have to do as little as possible." and "At work, my greatest concern is whether or not I am doing the best job I can do."
Perceived organizational support. We adapted nine items from Eisenberger et al. [21] . Example items included "The organization really cares about my well-being." and "The organization would ignore any complaints from me."
Turnover intention. Six items developed from Becker [38] and Mobley [39] were adapted to assess employees' turnover intention. Example items included "I often think about quitting." and "It would take very little change in my present circumstances to cause me to leave this organization."
Confirmatory Factor Analysis
All measures were translated into Korean by two organizational behavior professors. To verify the discriminant validity of the translated measures, the factor structures of each variable were checked through confirmatory factor analysis (CFA). Table 1 depicts the results of the model fit comparison. The hypothesized four-factor model yielded an acceptable fit to the data (χ 2 = 709.78, df = 344, p < 0.01, comparative fit index = 0.88, Tucker-Lewis index = 0.86, root mean square error of approximation = 0.07 [40] ). The alternative three-factor model, two-factor model, and one-factor model has a significantly worse fit than the hypothesized model. Table 2 presents the descriptive statistics and correlations. Internal consistency reliabilities are in parentheses on the diagonal, when applicable. Role overload is significantly correlated with all the moderators (r = 0.40, p < 0.01 for equity sensitivity, and r = −0.25, p < 0.01 for perceived organizational support) and the dependent variable (r = 0.44, p< 0.01). Perceived organizational support (r = −0.46, p < 0.01) is negatively correlated and equity sensitivity (r = 0.40, p < 0.01) is positively correlated with turnover intention, as expected. We conducted several hierarchical regression analyses to test our hypotheses. We controlled for gender in step 1 of all the regression models. Hypothesis 1 posits the positive effect of role overload on turnover intention. Table 3 shows the significant and positive regression coefficient for role overload on turnover intention (b = 0.47, p < 0.01). Thus, Hypothesis 1 is supported. Table 3 . Results for Hypothesis 1.
Results
Step 1
Step 2 Hypothesis 2 proposes the moderating effect of POS on the relation between role overload and turnover intention. As presented in Table 4 , the regression coefficient of the interaction term of role overload and POS is not significant. Thus, Hypothesis 2 is not supported. Step 1
Step 2 Step3 For Hypothesis 3, we expected a three-way interaction effect of role overload, POS, and equity sensitivity on turnover intention. As shown in Table 5 , the interaction term explains an additional 2% variance in turnover intention (∆R = 0.02, p < 0.01). In addition, the regression coefficient of the interaction term is significant and positive (b = 0.12, p < 0.05). Thus, Hypothesis 3 is supported. Step 1
Step 2
Step 3
Step 4 To further test Hypothesis 3, we plotted a graph and conducted a slope difference test [41] . As shown in Table 6 and Figure 2 , the slope of Group 4 (low equity sensitivity and low POS) is significantly different from those of other groups. As hypothesized, the relations between role overload and turnover intention are strongest under low equity sensitivity and low POS. These results also support Hypothesis 3. To further test Hypothesis 3, we plotted a graph and conducted a slope difference test [41] . As shown in Table 6 and Figure 2 , the slope of Group 4 (low equity sensitivity and low POS) is significantly different from those of other groups. As hypothesized, the relations between role overload and turnover intention are strongest under low equity sensitivity and low POS. These results also support Hypothesis 3. 
Discussion
This study examined the direct and moderating effects of role overload, POS, and equity sensitivity on turnover intention. As hypothesized, the results on the main effect of role overload on turnover intention were consistent with JDR theory, confirming the strain effect of role overload: Employees who lose their cognitive and psychosocial resources will increase their turnover intention. However, our hypothesis on the buffer effect of POS on the main relationship was rejected. We found an activation effect of equity sensitivity in the buffer hypothesis only by proving a three-way interaction in which employees with low equity sensitivity working in a less-supportive climate will most likely exit the organization without raising issues through formal procedures.
Theoretical and Practical Implications
This study expands on JDR theories by simultaneously considering the buffer and strain hypotheses in the role stress-turnover relationship. We study turnover intention rather than the theories' conventional dependent variables such as burnout or depression. To our knowledge, this is the first study to link equity sensitivity to the buffer and strain hypotheses. This study identified the key role of equity sensitivity in the buffer hypothesis by showing that a three-way interaction effect occurs even when the buffering effect of POS is insignificant. Additionally, we build on the organizational fairness literature by providing a foundation for understanding individual differences in attitudes to fairness. The literature has mainly focused on the justice perception of individuals, such as distributive justice, procedural justice, and interactional justice [5] , but our results indicate that personal traits, such as equity sensitivity, constitute the core issue in fairness research.
This study has several practical implications for organizations. Employees require a clear role and significant resources to meet their job demands. A chronic resource shortage tends to create role overload. In addition, an overloaded role affects employees' turnover intention, which weakens their short-term competitiveness as well as their long-term sustainability. This study shows that a supportive climate and employees' equity sensitivity are key. If organizations cannot avoid resource shortages, they should ensure that employees' roles are clear and that their environment is supportive. At a minimum, they should understand the equity sensitivity of their employees. Our findings also suggest that managers should realize that the psychological response to the situation varies from employee to employee. Employees who are sensitive to equity imbalance and those who are not respond differently to role overload and differ in how they respond to organizational support.
Limitations and Future Research
Our study had several limitations. First, our research setting is South Korea, which has a highly collectivist culture and where most manufacturing companies are subcontractors of large enterprises. These cultural specificities may decrease the generalizability of our results. The corporate culture of Korea is strong, and the external labor market is underdeveloped. Therefore, turnover is not active, and the turnover intention of members is not high. Social perception of overwork is also generous. Cross-validation in other cultures is thus essential. On the other hand, the hypothesis of this paper was supported even in such a negative environment. Therefore, it is likely to be supported more strongly in western culture or more supportive cultures. Second, considering the cross-sectional design of the study, its simultaneous measurement may cause common method bias [42] . We checked the factor structure of the five-factor model involving a single latent variable to address the impact of the common methods bias. Although the results suggest that the influence of common method variance on our results was not serious, any potential common method bias could be avoided by collecting the data longitudinally. Third, our variables have relatively high correlations. The correlation between POS and turnover intention was 0.44 (p < 0.01), and the correlation between role overload and equity sensitivity was 0.40 (p < 0.01). These could confound the effect of the regression equations [43] .
We concentrated on role overload. Future research should examine other role stressors, such as role conflict and role ambiguity. Role conflict and ambiguity could also be included, as they are considered the main causes of strain. Future research could also study the mediation process. According to self-determination theory [44] , role stressors aggravate employee motivation. Thus, work engagement could be a mediator in the relationships we examined. Finally, psychological wellbeing could be considered as a potential dependent variable. Employee happiness is considered a major organizational goal by the "positive psychology movement" [45] . Employees' happiness must be properly managed to maintain an effective workforce. 43 . Edwards, J.R. Alternatives to difference scores: Polynomial regression and response surface methodology.
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